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Nevada Workforce
Diversity, Equity, and Inclusion
Study 2022
Authorized By Senate Bill 267

October 5, 2022

Dear Nevada Legislature,

During the 2021 Nevada Legislative Session, the Nevada Legislature paved the way for Nevada businesses to
lead on diversity, equity, and inclusion for women and women of color. Senate Bill 267 from the 81st
Legislative Session enabled University Nevada Las Vegas to administer a survey to businesses, state and local
government, and the Nevada System of Higher Education to conduct a study and evaluate how effectively
employers are implementing diversity, equity, and inclusion initiatives.

Study participation was voluntary and confidential. Study engagement was electronic, anonymous, (unless the
respondent elected otherwise) and did not require a significant time commitment.

We are grateful to the businesses and organizations that joined us in our efforts to identify, promote and
champion diversity, equity, and inclusion in the State of Nevada.
Thank you for your support!

Warmly,

Jan Jones Blackhurst
Executive in Residence, Black Fire Innovation

Becky Harris
Distinguished Fellow, International Gaming Institute

BLACK FIRE INNOVATION | 8400 W SUNSET RD, SUITE 400 | LAS VEGAS | NV 89113

Nevada Workforce Diversity, Equity, and Inclusion Study 2022
Authorized By Senate Bill No. 267
Introduction
Diversity, Equity, and Inclusion (DEI) metrics enable organizations to set concrete goals and self-monitor
their performance. In 2021, Nevada’s legislature passed Senate Bill No. 267 (SB267), authorizing the
University Nevada, Las Vegas (UNLV) to study DEI benchmarks in the State. The study is designed to
produce actionable results capable of informing policy and employer best practices in Nevada. This study
was piloted in 2021, with study participation taking place between January 3-April 30, 2022.
The questions in the study were crafted based on DEI public policy considerations as well as metrics for
gauging the scope of offerings available to women in Nevada’s workforce. As Nevada’s economy continues
to diversify, it is important that Nevada companies have the ability to attract and retain diverse talent. As
women continue to become disproportionately impacted by the economic consequences of the pandemic,i it
is critical that in addition to equal pay for equal work, employers offer benefits that improve quality of life
outside of work and set women up for success.
Competent, educated, and qualified women exist in the current workforce. Despite having the necessary
experience, many of these women are not identified for hiring, and are systematically overlooked for
promotion. The Nevada Workforce Diversity, Equity, and Inclusion Study (Workforce Study) aims to
measure how women experience the Nevada workforce environment, identify employer best practices,
celebrate what employers are getting right, and use the study data to make recommendations.
In order to provide context for how women transition through their careers, the study considered the
different hierarchical levels within a business or organization. It is particularly useful to see the vertical
progression into managerial and executive roles. Our study data support other studies’ findings that suggest
there is a “broken rung” for advancement into managerial positions.ii Unsurprisingly, there are bottlenecks
and barriers specific to women’s career trajectories that become apparent. Now that the initial study is
complete, there are benchmark data from which to measure changes, a framework upon which we can build
sound public policy initiatives and mechanisms for identifying employer best practices. We also now possess
the tools for educating companies and reinforcing the value of diversity contributions in the workplace.
With this snapshot of female progress through the corporate pipeline, predictive and initiative-taking
measures become possible. One way these data translate into tangible results is through identifying desirable
skill sets that can expand their career opportunities. That knowledge empowers companies to collaborate
with talent and emerging leaders to create pathways for determining attractive skills sets, measure skills gain,
and recognize the benefits of obtaining career enhancing certifications.
The purpose for collecting this data was twofold: 1) To commend employers for their achievements in
DEI and thereby inspire others to do the same, and 2) To establish means for determining and developing
workforce best practices.

Methods
The Workforce Study was constructed based on the language contained in SB267 from the 81st Nevada
Legislative Session (2021) and was utilized to capture the metrics of existing levels of DEI found in the
Nevada workforce. Participation in the Workforce Study cohort was strictly voluntary and strictly
confidential.
The Workforce Study was advertised via the International Gaming Institute’s social media channels. Email
addresses for Nevada businesses were provided by the Nevada Department of Taxation as per Section 3(1)
of SB267 to facilitate study outreach efforts. The information provided by the Nevada Department of
Taxation was used solely for the Workforce Study outreach efforts and has been and continues to be stored
confidentially in accordance with UNLV’s Institutional Review Board protocols. In an effort to supplement
the Workforce Study’s cohort and because participation was strictly voluntary, the Workforce Study authors
identified businesses within their professional networks and invited them to participate in the Workforce
Study on an ad hoc basis.
Workforce Study information and a link to participate was sent to the following entities: the Governor’s
Office; the chairs of each County Commission,iii the County Manager, the human resources department, or
any combination of the three; local governments including mayors, municipal managers and sometimes
human resource departments;iv The Nevada System of Higher Education (NSHE) Chancellor’s Office who
then provided the study link to all eight NSHE Institutions;v private universities, some County Education
Associations, the superintendents of each of Nevada’s school districts and all identifiable Chambers of
Commerce at their official Chamber email address.vi The designated recipient varied by Chamber. Chambers
of Commerce were asked to send the Workforce Study link to each of its members in an effort to improve
the reach of the Workforce Study to businesses located within the state.
Results
Businesses often operate in more than one state. It was critical to establish that the data provided by the
respondents specifically came from organizations and businesses operating within the state of Nevada. The
data obtained by the study is specific to Nevada and is a snapshot of the Nevada workforce as it existed in
2020. Figures in the report are presented in a color-blind-friendly palette.
Figure 1 shows the representation of Women and Women of Color present in Nevada within each
respondent’s entity. The businesses and entities that responded to the study came from large employers as
well as small businesses. As such the distribution of workforce size is capacious, spanning multiple orders
of magnitude, and is plotted on a logarithmic scale. The corresponding proportion of the workforce is
expressed as a percentage.
Regardless of a business or organization’s size, the gap in representation between Women and Women of
Color tends to be consistent and substantial. The total Nevada workforce size among respondents ranged
from 4 to 42,782 employees. Looking specifically at Women and Women of Color in Nevada, the ranges
were 1 to 26,922 and 0 to 16,669 employees, respectively.
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The Workforce Study sample contained four (4) publicly traded entities and thirty-three (33) non-public
entities (Figure 2a). Respondents were prompted to classify their organization as public or non-public, as
distinguished by the presence or absence of a board of directors. Based on the Workforce Study sample, we
can infer that the wide gap between Women and Women of Color persists at the Board of Directors level.
The median Board of Director size was 11, with a range of 9 to 12. There were a median of 3.5 Women
(range = 3-4) and 1 Women of Color (range = 0-2) occupying board seats. The total board size for each of
the four public entities is depicted alongside the number of Women and Women of Color per board in
Figure 2b. Based on available estimates, the share of Women of Color on boards is disproportionate to the
board composition of Fortune 100 and Fortune 500 companies.vii

Figure 2a. Classification of organizations in cohort

Figure 2b. Board composition in public entities
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In order to detect disparities across all levels of organizational leadership, information on the gender and
racial makeup of the management and executive teams was collected during the Workforce Study.
Expanding analysis beyond the board of directors allows for the ability to compare the leadership
architectures across public and non-public entities. It is likely that gender inequity shapes a business or
organization in distinct ways at each level of leadership. That is to say, lack of representation within
operational ranks may impact more business or organizational functions than simply executive- or advisorylevel imbalances.
This analysis is sensitive to those potential differences. Executive positions were operationally defined as “at
least vice-president, senior vice-president, executive vice-president or the equivalent positions.” The number
of executives is evaluated by demographic in Figure 3, with separate analysis for public and non-public
entities.
Figure 3. Representation at executive level
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A management position was operationally defined as “at least a manager or higher.” The number of
mangers or equivalent is evaluated by demographic in Figure 4, with separate analysis for public and nonpublic entities.
Figure 4. Representation in management positions
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Once the composition of the leadership team is determined, the question of employee mobility naturally
arises. To understand the dynamics of progression within a business or organization and the extent to which
talent is promoted internally, data was collected on employee development initiatives. Employee
development initiatives, particularly those that are inclusive and made available to all employees, are tools
that can aid in fostering a more diverse, equitable, and inclusive workplace.
Respondents were asked about the presence of such program pathways for career advancement within their
businesses or organizations for administrative or skilled staff. Six (6) for-profit entities had none (0)of the
enumerated employee development initiatives (i.e., Tuition Reimbursement, Professional Development,
Paid Conference Attendance, affiliations with Business Interest Groups, and Public Commitment to Gender
Inclusion).
Three (3) of the five (5) public entities had every initiative, and one (1) only lacked an affiliation with
Business Interest Groups. Overall, public entities performed well as measured by the implementation of
employee development initiatives. In figure 5, the suite of employee development initiatives within each
business or organization is displayed in heatmap form. “Professional Development” was the most common
employee development initiative provided.
Education can be a “great equalizer.” It is in many respects the only vehicle with which poverty can be
wiped out in a generation. Only a small percentage of Nevadans – about 25% – have college degrees,viii and
first-generation college attendees are quite common. The tuition reimbursement benefit seen in our cohort
are a welcome step towards providing a tangible opportunity for educational and skills attainment for
Women and Women of Color.

Figure 5. Employee development initiatives available to employees of respondent organizations
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Data on pay equity analysis along with the top 20 highest paid employees was also requested during the
Workforce Study. Figure 6 shows which businesses and organizations conducted a pay equity analysis, and if
so, whether the pay equity analysis demonstrated a difference in pay for Women and Women of Color.

Figure 6. Pay equity analysis
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In operationally defining the “20 highest paid individuals,” all common means of compensation were
accounted for. Participants were advised to compute compensation based on salary, bonuses, and other
incentives, including stock options. If an organization is truly diverse, then the top 20 highest paid
employees would include a proportionate number of Women and Women of Color. The disparity in
earnings among top earners that Women – and especially Women of Color – face is shown in Figure 7.

Figure 7. Representation among 20 highest compensated individuals
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Incorporating diversity and gender neutrality upstream in the hiring process would be a tremendous stride
towards closng gender gaps. Each step in the recruiting and hiring process has the potential to filter out
Women and Women of Color unless employers are mindful and proactive. Some of the most powerful tools
employers can put into practice are gender neutral job descriptions, attendance at diversity job fairs, the
establishment of diverse hiring committees, and the development of gender agnostic employee assessments.
Interestingly, these tools are also some of the least expensive and easiest to implement. Figure 8 summarizes
the utlization of these tools within respondent organizations.
Figure 8. Diversity, equity, and inclusion in hiring practices
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Afer the hiring process has been completed, as employees are onboarded, they are introduced to employer
policies and trainings. The Workforce Sudy inquired as to the types of workplace policies adopted by
employers as well as workplace culture training programs offered by Nevada employers. A summary of antiharassment policies and workplace culutral awareness offered by Workforce Study respondents can be seen
in Figure 9.

Figure 9. Existing policies on harassment, diversity, and inclusion
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After an an employer has made a commitment to provide workplace training, the content must be curated
and tailored to meet both established and emerging issues in the workplace. Respondents were surveyed on
the presence of crucial elements within their cultural training programs (Figure 10). The Workforce Study
specifically requested that employers identify their offerings for: “Implicit Bias”, “Unconscious Bias”,
“Microaggressions”, “Fostering an Inclusive Environment”, and “Improving Engagement” as a floor for
workplace training.
Figure 10. Cultural training features

Implicit Bias

Yes

Unconscious Bias
Microaggressions
Fostering an inclusive environment

No

Improving engagement

Public

With appropriate policies and trainings, employees can feel more secure in their work environment. The
next step in talent retention is providing attractive benefits that are reflective of employee needs. Figures 11a
and 11b provide a description of the types of employee benefits Workforce Study repondents currently
provide and those they do not.
Figure 11a. Comparison of employee benefits across non-public and public employers
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Paid Family Leave
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Typically, a benefit among public employers, family leave can
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Expressed in weeks, Figure 11b illustrates the average amount
of family leave offered by Workforce Study respondents. It is
interesting to note that in Nevada private employers offer more
time off as paid family leave than do their public employer
counterparts.
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Figure 11b. Family Leave Benefits in weeks

Figure 12 provides a comparison of female health related benefits across non-public and public employers.
Most Nevada employers participating in the Workforce Study offer birth control and maternity leave. Of
signifinace is the eleven (11) private employers that offer in vitro fertilization coverage.
Figure 12. Employer provided female health releaed benefits
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External factors also impact employment dynamics resulting in
flux inside and out of entities. In the past two years, this natural
ebb and flow has been significantly impacted by the Covid-19
pandemic. Figure 13 summarizes the outbound movement of
employees within organizations and the positions left behind.
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Figure 13. Workforce Retention

Recognizing that the employment environment is a dynamic one subject to constant change, Workforce
Study repondents were asked to provide open-ended responses about policies and benefits currently under
consideration.
Table 1. Policies and benefits under review at non-public and public businesses and organizations
Non-Public Businesses
and Organizations’
Policies Under Review
“N/A”

Non-Public Businesses
and Organizations’
Benefits Under Review
“401k plan”

“None”

“LT disability”

“Revising existing policies
to ensure the appearance
standards are more
inclusive

“[Redacted for
anonymity] is working on
childcare subsidies for
employees

We are working on a new
policy that would allow for
remote/telework for those
positions that can allow it.”
“Flexible Work Schedules,
Telecommuting, Diversity,
Dignity & Respect Policy”

We are working on a plan
to allow remote/telework
for those positions that
can allow it.”
“Tuition reimbursement,
Child care [redacted for
anonymity.”

“Parental Leave”

“None”

“N/A”

“transportation support”

“N/A”

“Potential provision of
coverage for costs
employees incur if they
need to travel for
healthcare not covered in
the state”

Public Organizations’
Policies Under Review

Public Organizations’
Benefits Under Review

“Unable to curently
provide details”
“We are in the process of
conduction a pay-equity
analysis”
“Gender neutral job
descriptions, expanded
hybrid/remote work
options”

“Unable to curently provide
details”
“N/A”
“Expanded family bonding
leave, childcare subsidies

Discussion
Respondent sentiment was overwhelmingly supportive of the Workforce Study and its stated purpose.
Understanding the representation of Women and Women of Color in the workforce generally, is an
important step toward ensuring there are diverse, equitable, and inclusive hiring practices in Nevada. The
data captured in this study has established a reliable dataset that identifies how Women and Women of
Color experience employment.
Correspondence with respondent businesses and organizations underscored the limitations they face.
Nevada is a rural state dotted with a small number of large metropolitan areas. Outside of Las Vegas and
Reno, the population demographics tend to skew Caucasian, thereby imposing a significant ceiling on
diversity-conscious recruitment. Rural businesses find the local demography to be a major constraint on
their ability to attract and retain a diverse portfolio of employees.
Nevertheless, the study sample demonstrates that there are conscientious employers in Nevada that work
diligently to ensure their employee base is diversified and that employees receive fair wages, attractive
benefits and have opportunities for professional development and career advancement. These businesses
and organizations serve as models for employers struggling with implementing DEI measures and/or are
unsure about the path forward. Employers stand to benefit from diverse perspectives and ought to cast as
wide a net as possible to attract a diverse talent pool– at every possible stage – from advertising for open
positions to creating a supportive company culture. Ultimately, every employee deserves to feel valued, be
treated with respect, and receive compensation commensurate with their talents.
The return on investment for implementing DEI initiatives is perhaps most powerful when policies are
inserted in the earliest interactions in the employment context. There are a variety of policies and other
tools that can be implemented to enhance DEI measures. Employers that participate at diversity job fairs
go to the epicenter of where candidates from diverse backgrounds tend to gather. This is an opportunity
that is all too often overlooked. To recruit diverse candidates, hiring managers must meet them where they
are at.ix Support for a diverse workforce is reinforced by the hiring committee. Having a more diverse
workforce requires intention and proactive design, as it pushes beyond outdated thinking and the wellworn
pathway of the way things “have always been done.”x
Initial investment into employee development can be costly but will often yield recurring benefits. For
example, conference attendance serves to benefit both the employee and the business or organizational
entity. Conferences provide a forum where employees enjoy professional development, networking, the
ability to publicize work, and recognition as a leader in their field.xi Business interests or organizational
benefits from conference attendance include not only potential economic benefits from customer
acquisition but also the benefits derived from the creation of employee-peer networks.xii A core strategy
for growing women in an organization involves promoting participation and allocating some of their time
to conferences that provide professional development or suitable networking opportunities.xiii Doing so
expands the talent pipeline directly and indirectly.
It is striking to see how companies are recognizing employees’ value beyond a paycheck. Recognizing top
talent is synonymous with offering certain benefits. The Millennials and Generation-Z are more conscious
about their wellbeing and work-life balance than any preceding generation.xiv Retaining top talent, in this

context, means understanding what incentivizes employees and offering as many of those benefits as
possible.xv Employers that are willing to consider new approaches to retaining talent must also follow
through.xvi
Pay equity is viewed as a direct expression of one’s relative value within an organization.xvii The
consequences of pay imbalances are grim yet pay equity analysis is often a pain point for companies and
can be de-prioritized when other initiatives appear to be more compelling.xviii Though claims are made
about parity in compensation, without actual data, they are wishful thinking. Instead of speculating,
businesses and organizations genuinely interested in recruiting and retaining top female talent should carry
out a pay equity analysis and level out any wage gaps that may exist.
In 1996, the National Committee on Pay Equity established Equal Pay Day as a public awareness event to
illustrate the gap between men's and women's wages.xix It perfectly illustrates how wage gaps
disproportionately impact women. Equal Pay Day tracks the amount of lag time beyond the calendar year it
takes an underrepresented group to accumulate the same wealth as their male counterparts in a 12-month
period. White women are paid 83 cents on the dollar compared to men. Therefore, March 15 of the next
year is their “equal pay day.”xx For black women, the statistics are even more dismal, at 58 cents on the
dollar compared to white males, their “equal pay day” is September 21 of the next year.xxi Latina women
fare the worst at 59 cents on the dollar – in other words, it takes a Latina almost two years to make as much
as a white male.xxii
Gender neutral job descriptions prevent potential applicants from self-selecting out of the applicant pool.xxiii
Highly qualified women sometimes fail to apply for career advancement opportunities if they lack any aspect
of the job description.xxiv In all likelihood, they would be as qualified as a male applicant because men tend
to apply for positions when they possess some but not all of the qualifications required. In an attempt to
overcome gender bias, a novel study introduced the concept of “blind” auditions, or obsuring a musician’s
gender, during auditions. When blind auditions for symphony orchestras are utilized, sex-biased hiring is
reduced and the likelihood of females advancing out of preliminary audition rounds is improved leading to
tenured employment.xxv
Quality healthcare benefits are of particular importance for women.xxvi The Workforce Study established a
baseline for the types of healthcare benefits that are offered to women in Nevada. Many women wish to
allocate time to building their family and then return to work. There must be safeguards in place that ensure
women are welcomed back to work after family leave.xxvii Of particular interest is the difference in types of
benefits between public and private employers. This is not to suggest that private employers should match
public benefits, but simply to point out the discrepancies between health insurance benefits depending on
the employer. And, where improvements might be made.
Likewise, in addition to tending to women’s health, businesses and organizations must protect employees
from those who may cause harm, either directly or indirectly, in the workplace.xxviii An attitude of
welcomeness, supported by anti-harassment training and cultural awareness policies are essential. All
employees have the right to be safe at work, free from the intrusion of stereotypes and stigma.xxix Women
are often hesitant to report instances of harassment for fear of retaliation or being seen as “difficult.”
Unfortunately, there remain consequences for women, when they are themselves victims, upon reporting
an episode of harassment.

The diverse array of vacancies and associated employee departures provide an opportunity for additional
research and future exploration. The first year of data collection took place during a pandemic without
precedent in the post-modern era. Workers left the workforce in droves– for a variety of reasons – many
of which are challenging to identify. The variety of specific rationales cited for exiting work were not
enumerated in the study questions. We know that many women left the workforce to act as primary
caregivers for loved ones, spouses, and children. McKinsey & Company’s Women in the Workplace
research from 2021 demonstrates that despite important gains throughout the workplace pipeline since
2016, “women and WOC [Women of Color]“. . . remain significantly underrepresented in leadership.”xxx
Absent vigorous recruitment of women back into the workplace, the public health crisis caused by the
pandemic may erase decades of progress for women.
The Workforce Study documents that Nevada has admirable examples of employers implementing policies
designed to attract a diverse talent pool. Though rolled out as a pilot program, it is hoped that the da
Workforce Study will be authorized on a long-term basis for the collection of annual data, so that Nevada’s
longitudinal progress can be tracked. Businesses and organizations can learn from each other as comparisons are
made regarding employee benefits, training, and opportunity.
A fundamental limitation of the Workforce Study is the limited sample size due to the voluntary nature of
the study. Because respondants self-selected ino the Workforce Study only a small cross-section of
Nevada’s female workforce within a modest cohort of Nevada employers was accessible. Nonetheless,
even the limited sample captures a broad set of industries. For Nevada to diversify its economy and offer
living wages to Women and Women of Color, it is important to understand the types of positions held by
women, how many positions are held by Women and Women of Color at key levels within businesses and
organizations, the types of benefits offered to attract and retain talent and which career advancment tools
are offered.

Recommendations
The data obtained from the inaugural Workforce Study is invaluable. The Workforce Study respondents
ranged from large employers to small. We are grateful to the Nevada Businesses that took the time to
participate. Based on the data collected, the following recommendations are provided for consideration:
1.

Though the data obtained from the Workforce Study was significant, increased participation in
future iterations of the Workforce Study will help to provide a broader lens through which the data
can be interpreted. Incentives for Nevada employers to participate in the Workforce Study would
likely improve study participation. Incentives can range from deadline extensions to rebates and
anything in between.

2.

Though there was participation from Nevada’s government entities, more involvement from
Nevada State Agencies, Nevada counties, Nevada cities, Nevada local governments,
political subdivisions, and NSHE institutions would provide greater insight into how Women and
Women of Color experience employment in the public sector.

3.

It is clear that there more pipelines and pathways to leadership for Women and Women of Color
need to be established and made available. Employers of every kind should consider developing
internal pipelines and provide professional development opportunities and training for Women and
Women of Color. To the extent they lack resources for professional development and training,
UNLV Black Fire has been developing upskilling programs for Women and Women of Color to
provide them with tools to help advance careers to the next level.

4.

Based on the Workforce Study few Women and Women of Color find themselves among the twenty
(20) highest paid employees in any organization, public or private. Being intentional about creating a
diverse pipeline and affording employees an opportunity to participate in upskilling programs will
help increase diversity within businesses and organizations facilitating a more equitable distribution
among the twenty (20) highest-paid employees.

5.

Tough though it might be, both public and private employers should undergo a pay equity
analysis. The result might surprise some employers in terms of where they are getting things right
and where they need to make improvements.

6.

Employers can engage in activities that provide significant value at low or no cost to facilitate
diversity such as announcing a public commitment to gender inclusion and supporting employee
participation in diverse business interest groups.

7.

An increased emphasis on non-gender-based employee assessments, diverse hiring committees, and
attendance at diversity job fairs could result in a more diverse workforce in Nevada.

8.

Employers are also very effective in establishing anti-harassment policies in the workforce but could
improve their commitment to delivering anti-harassment training and diversity and inclusion
training. The Nevada branch of the Equal Employment Commission Office offers both free and

fee-based training for Nevada employers. More information about those resources can be found
at: https://www.eeoc.gov/field-office/lasvegas/training.
9.

Employee benefits tended to be one of the most complicated areas for Nevada employers and
tended to vary widely across employers whether private to private, public to public, or private to
public. Employers are encouraged to review the Workforce Study to see what other employers offer
and consider the benefits they as employers provide. Additionally, some of the Workforce Study
respondents are considering adding benefits such as a 401k, long-term disability, childcare subsidies,
reimbursing transportation and travel expenses for access to healthcare as well as tuition
reimbursement. Employers in the state of Nevada are able to receive a tax credit when they match
employee contributions for college savings accounts pursuant to NRS 360.217. Employees should
be encouraged to open and fund a college saving account for themselves.

10.

The participation in the Workforce Study was very encouraging. To date, study advertisement has
been done at no cost and has not realized significant penetration among employers. Funding for
marketing the study could increase the respondent pool.

11.

The Workforce Study is set to expire in 2026. The ability to conduct ongoing annual research about
the Nevada Workforce would be compelling. Allowing UNLV Black Fire to continue its research
indefinitely will prove to be invaluable. The study will be able to track trends as employers change
the types of tools, resources and benefits they offer employees over time.

As study participation increases, we will continue to be better informed as to the state of the Nevada
workforce. Nevada employers will have the ability to see where they excel as an employer and where they
might want to make some changes. Policymakers will also have the benefit of making more informed
decisions as they continue their work in economic and workforce development matters.
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Appendix B. Cohort and Exclusion Criteria
Duplicate (n=1)
No Nevada
Workforce (n=1)
Total Excluded (n=34)
Total Respondents
(n=71)

Study Incomplete
(n=31)
Total Included (n=37)
Misclassified as
Publicly Traded (n=1)

The study was accessed by seventy-one (71) unique respondents. Thirty-four (34) sutdy responses were
excluded because they were insufficiently complete for analysis. Two entries were duplicates. The data from
the second duplicate submission was retained for analysis because it was the most current submission, while
the data from the first duplicate submission was excluded. One final entry did not report Nevada-based
employees and therefore did not meet the Workforce Study requirements for inclusion. One entity was
misclassified as being publicly traded with a board of directors due to the limitations of the study questions.
This entry was excluded since it is an educational institution with a board of regents, rather than directors.

Appendix C. Competing Interest Statements
Becky Harris, None.
Aryeh Price, None
Andrea Dassopoulos, None.

Appendix D. Senate Bill No. 267 (2021) – Senator Spearman

S.B. 267
SENATE BILL NO. 267–SENATOR SPEARMAN
MARCH 17, 2021
____________
Referred to Committee on Judiciary
SUMMARY—Establishes provisions relating to the collection and
reporting of information concerning diversity and
equality in the workplace. (BDR 7-461)
FISCAL NOTE: Effect on Local Government: No.
Effect on the State: Yes.
~
EXPLANATION – Matter in bolded italics is new; matter between brackets [omitted material] is material to be omitted.

AN ACT relating to workplace diversity; requiring the Department
of Taxation to develop a survey to collect data and
information concerning diversity and equality in the
workplace; requiring corporations in this State that
employ 500 or more people to use the survey to submit
annual reports to the Department; requiring such a
corporation that has an Internet website to make its
reports available on the website; requiring the Department
to make the survey, the annual reports submitted to the
Department and aggregate data relating to such reports
available on its Internet website; requiring the Department
to submit an annual report to the Governor and the
Director of the Legislative Counsel Bureau and make
the report available on its Internet website; authorizing the
Department to adopt regulations; requiring the Nevada
Commission on Minority Affairs and the Nevada
Commission for Women to assist the Department in
developing the survey; and providing other matters
properly relating thereto.
1
2
3
4
5
6

Legislative Counsel’s Digest:
Existing law requires the Secretary of State to design and conduct an annual
survey of businesses in this State to collect data and information pertaining to
issues of gender equality in the workplace, however, the provisions relating to the
survey are currently only effective through December 31, 2022. (NRS 75A.40075A.430; section 7 of chapter 434, Statutes of Nevada 2017, at page 2896) This bill
establishes provisions concerning an annual survey of corporations in this State that
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employ 500 or more people with regard to issues of diversity and equality in the
workplace.
Section 6 of this bill requires the Department of Taxation to develop, in
consultation with the Nevada Commission for Women and the Nevada Commission
on Minority Affairs, a survey to be used to collect data and information relating to
issues of diversity and equality in the workplace from corporations in this State.
Section 6 sets forth the information to be provided in the survey and requires the
survey to be signed by an officer of the corporation or his or her designee under
penalty of perjury.
Section 7 of this bill requires corporations to use the survey developed by the
Department to submit an annual report to the Department. Section 7 also requires a
corporation that has an Internet website to make the annual reports available on the
website, with any personally identifiable information redacted.
Section 8 of this bill requires the Department to make available on its Internet
website: (1) the survey developed by the Department; (2) the annual reports
submitted by corporations; and (3) aggregate data relating to the annual reports.
Section 8 requires that any personally identifiable information contained in a report
must be redacted before the report or aggregate data relating to the report is posted
on the website of the Department. Section 9 of this bill requires the Department to
compile annually the information contained in the reports submitted to the
Department into one report and submit the report to the Governor and the Director
of the Legislative Counsel Bureau. Section 13 of this bill makes a conforming
change to exclude the information redacted from reports in sections 8 and 9 from
the provisions relating to public records. Section 10 of this bill authorizes the
Department to adopt regulations to carry out the provisions of sections 2-9 of this
bill.
Sections 11 and 12 of this bill, respectively, require the Nevada Commission
on Minority Affairs and the Nevada Commission for Women to assist the
Department in developing the survey required pursuant to section 6.

THE PEOPLE OF THE STATE OF NEVADA, REPRESENTED IN
SENATE AND ASSEMBLY, DO ENACT AS FOLLOWS:
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16

Section 1. Title 7 of NRS is hereby amended by adding
thereto a new chapter to consist of the provisions set forth as
sections 2 to 10, inclusive, of this act.
Sec. 2. As used in sections 2 to 10, inclusive, of this act,
unless the context otherwise requires, the words and terms defined
in sections 3, 4 and 5 of this act have the meanings ascribed to
them in those sections.
Sec. 3. “Corporation” means a corporation that maintains a
place of business in this State and that employs 500 or more
people.
Sec. 4. “Department” means the Department of Taxation.
Sec. 5. “Female” or “woman” means a person who selfidentifies her gender as a woman, without regard to the person’s
designated sex at birth.
Sec. 6. 1. The Department shall develop a survey for the
purpose of collecting data and information from corporations in
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this State concerning diversity and equality in the workplace,
including, without limitation, data and information specifically
relating to females and persons from underrepresented
communities. The survey must request a corporation to provide,
without limitation, the following information:
(a) The name of the corporation.
(b) The number of employees of the corporation who are:
(1) Located in this State.
(2) Women located in this State.
(3) Women of color located in this State.
(c) If the corporation is publicly traded, the number of people
in the corporation who are:
(1) On the board of directors.
(2) Women.
(3) Women of color.
(d) The number of:
(1) People who are employed in a management position.
(2) Women who are employed in a management position.
(3) Women of color who are employed in a management
position.
(e) The number of:
(1) People who are employed in an executive position.
(2) Women who are employed in an executive position.
(3) Women of color who are employed in an executive
position.
(f) Whether the corporation has employee development
initiatives in place for administrative or skilled staff who are
interested in advancing their career path, including, without
limitation, tuition reimbursement, professional development,
payment for conferences, business interest groups or a public
commitment to gender inclusion.
(g) Whether the corporation has undertaken a pay equity
analysis and, if so, whether the results indicated that there were
any discernable differences in pay.
(h) With regard to the 20 highest-paid people in the
corporation as determined by salary, bonuses and other incentives
such as stock options, the number of those people who are:
(1) Women.
(2) Women of color.
(i) With regard to the hiring practices of the corporation,
whether the corporation:
(1) Participates in diversity job fairs.
(2) Has a diverse hiring committee.
(3) Assesses the skill sets of candidates without regard to
gender.
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(4) Uses gender-neutral job descriptions.
(j) With regard to the issue of anti-harassment, including,
without limitation, sexual harassment, whether the corporation:
(1) Has an anti-harassment policy in place.
(2) Offers formal anti-harassment training.
(k) With regard to cultural training, whether the corporation
provides training relating to diversity and inclusion and, if so,
whether such training includes specific training regarding:
(1) Implicit bias.
(2) Unconscious bias.
(3) Microaggressions.
(4) Fostering an inclusive environment.
(5) Improving engagement.
(l) With regard to female-friendly workplace policies and
benefits:
(1) Whether the corporation offers:
(I) Employer-paid family leave and, if so, the number of
weeks offered.
(II) Variable work schedules for caregivers.
(III) Options to work from home.
(IV) On-site child care, off-site child care or employerpaid child care subsidies.
(2) Whether there are any policies and benefits the
corporation is currently pursuing but has not yet implemented
and, if so, a list of such policies and benefits.
(m) With regard to health care, whether the corporation’s
policies cover:
(1) Birth control.
(2) Maternity.
(3) In vitro fertilization.
(n) Any additional information that the corporation wishes to
provide.
2. The survey must include a statement signed by an officer
of the corporation or his or her designee, under penalty of perjury,
that the information provided in the survey is true, correct and
complete to the best of his or her knowledge and belief, that the
person acknowledges it is a category C felony under NRS 239.330
to knowingly offer any false or forged instrument for filing and
that the person is authorized to complete the survey on behalf of
the corporation.
3. The Department shall work in consultation with the
Nevada Commission on Minority Affairs created by NRS 232.852
and the Nevada Commission for Women created by NRS 233I.020
when developing the survey pursuant to this section.
4. As used in this section:
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(a) “Executive position” means a position in which a person is
employed as a vice president, senior vice president or executive
vice president or in a role that is superior to such positions.
(b) “Management position” means a position in which a
person is employed as a manager or in a role that is superior to a
manager.
(c) “Pay equity analysis” means a formal study regarding
equity in salaries.
(d) “Person from an underrepresented community” means a
person who self-identifies as Black, African-American, Hispanic,
Latino, Asian, Pacific Islander, Native American, Native
Hawaiian or Alaska Native, or who self-identifies as gay, lesbian,
bisexual or transgender.
Sec. 7. 1. On or before January 1, 2022, and on or before
January 1 of each year thereafter, every corporation shall submit
a report to the Department using the survey developed by the
Department pursuant to section 6 of this act.
2. If a corporation has an Internet website, the corporation
shall make available on its website the reports submitted to the
Department pursuant to this section, but any personally
identifiable information contained in a report must be redacted
before the report is posted on the website.
Sec. 8. 1. The Department shall make available on its
Internet website:
(a) The survey developed pursuant to section 6 of this act that
corporations must use to submit the annual report required
pursuant to section 7 of this act;
(b) The reports submitted to the Department pursuant to
section 7 of this act in such a manner that the reports may be
searched electronically by the name of the corporation that
submitted the report; and
(c) Aggregate data relating to the reports submitted to the
Department pursuant to section 7 of this act.
2. Any personally identifiable information contained in a
report that is submitted to the Department pursuant to section 7 of
this act must be redacted before the report or aggregate data
relating to the report is posted on the website of the Department
pursuant to this section.
Sec. 9. 1. The Department shall compile annually the
information contained in the reports submitted to the Department
pursuant to section 7 of this act during the immediately preceding
year into one report and:
(a) Submit the report to the Governor and to the Director of
the Legislative Counsel Bureau for transmittal to the Legislature,
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or if the Legislature is not in session, to the Legislative
Commission; and
(b) Make the report available on the Internet website of the
Department.
2. The Department shall not include any personally
identifiable information in a report submitted to the Governor and
the Director of the Legislative Counsel Bureau pursuant to this
section.
Sec. 10. The Department may adopt such regulations as is
determined to be necessary or advisable to carry out the provisions
of sections 2 to 9, inclusive of this act.
Sec. 11. NRS 232.860 is hereby amended to read as follows:
232.860 The Commission shall, within the limits of available
money:
1. Study matters affecting the social and economic welfare and
well-being of minorities residing in the State of Nevada;
2. Collect and disseminate information on activities, programs
and essential services available to minorities in the State of Nevada;
3. Study the:
(a) Availability of employment for minorities in this State, and
the manner in which minorities are employed;
(b) Manner in which minorities can be encouraged to start and
manage their own businesses successfully; and
(c) Availability of affordable housing, as defined in NRS
278.0105, for minorities;
4. In cooperation with the Nevada Equal Rights Commission,
act as a liaison to inform persons regarding:
(a) The laws of this State that prohibit discriminatory practices;
and
(b) The procedures pursuant to which aggrieved persons may
file complaints or otherwise take action to remedy such
discriminatory practices;
5. Assist the Department of Taxation in developing the survey
required pursuant to section 6 of this act;
6. To the extent practicable, strive to create networks within
the business community between businesses that are owned by
minorities and businesses that are not owned by minorities;
[6.] 7. Advise the Governor on matters relating to minorities
and of concern to minorities; and
[7.] 8. Recommend proposed legislation to the Governor.
Sec. 12. NRS 233I.060 is hereby amended to read as follows:
233I.060 1. The Commission shall study the changing and
developing roles of women in society, including, without limitation,
the recognition of socioeconomic factors that influence the status of
women, and recommend proposed legislation.
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2. The Commission shall assist the Secretary of State in
developing the survey of businesses in this State described in
NRS 75A.410.
3. The Commission shall assist the Department of Taxation
in developing the survey required pursuant to section 6 of this act.
4. The Commission may:
(a) Collect and disseminate information on activities, programs
and essential services available to women in Nevada.
(b) Advise executive and legislative bodies on the effect of
proposed legislation on women.
(c) Inform the news media, educators, governmental officers,
professional, business and labor leaders and other persons in
positions of authority or influence about issues pertaining to women.
(d) Provide referrals and serve as a resource for information on
issues pertaining to women.
(e) Identify and recommend qualified women for positions in all
levels of government.
(f) Promote and facilitate collaboration among commissions and
organizations for women at the local, state and national levels.
(g) Recognize and promote the contributions that women in this
State make at the local, state and national levels.
(h) Enter into any contract or other agreement appropriate to
carry out the provisions of this chapter, subject to the prior approval
of the Director of the Department of Administration.
(i) Prepare an annual work program outlining the objectives and
tasks of the Commission for the year.
Sec. 13. NRS 239.010 is hereby amended to read as follows:
239.010 1. Except as otherwise provided in this section and
NRS 1.4683, 1.4687, 1A.110, 3.2203, 41.071, 49.095, 49.293,
62D.420, 62D.440, 62E.516, 62E.620, 62H.025, 62H.030, 62H.170,
62H.220, 62H.320, 75A.100, 75A.150, 76.160, 78.152, 80.113,
81.850, 82.183, 86.246, 86.54615, 87.515, 87.5413, 87A.200,
87A.580, 87A.640, 88.3355, 88.5927, 88.6067, 88A.345, 88A.7345,
89.045, 89.251, 90.730, 91.160, 116.757, 116A.270, 116B.880,
118B.026, 119.260, 119.265, 119.267, 119.280, 119A.280,
119A.653, 119A.677, 119B.370, 119B.382, 120A.690, 125.130,
125B.140, 126.141, 126.161, 126.163, 126.730, 127.007, 127.057,
127.130, 127.140, 127.2817, 128.090, 130.312, 130.712, 136.050,
159.044, 159A.044, 172.075, 172.245, 176.01249, 176.015,
176.0625, 176.09129, 176.156, 176A.630, 178.39801, 178.4715,
178.5691, 179.495, 179A.070, 179A.165, 179D.160, 200.3771,
200.3772, 200.5095, 200.604, 202.3662, 205.4651, 209.392,
209.3923, 209.3925, 209.419, 209.429, 209.521, 211A.140,
213.010, 213.040, 213.095, 213.131, 217.105, 217.110, 217.464,
217.475, 218A.350, 218E.625, 218F.150, 218G.130, 218G.240,
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218G.350, 226.300, 228.270, 228.450, 228.495, 228.570, 231.069,
231.1473, 233.190, 237.300, 239.0105, 239.0113, 239.014,
239B.030, 239B.040, 239B.050, 239C.140, 239C.210, 239C.230,
239C.250, 239C.270, 239C.420, 240.007, 241.020, 241.030,
241.039, 242.105, 244.264, 244.335, 247.540, 247.550, 247.560,
250.087, 250.130, 250.140, 250.150, 268.095, 268.0978, 268.490,
268.910, 269.174, 271A.105, 281.195, 281.805, 281A.350,
281A.680, 281A.685, 281A.750, 281A.755, 281A.780, 284.4068,
286.110, 286.118, 287.0438, 289.025, 289.080, 289.387, 289.830,
293.4855, 293.5002, 293.503, 293.504, 293.558, 293.5757, 293.870,
293.906, 293.908, 293.910, 293B.135, 293D.510, 331.110, 332.061,
332.351, 333.333, 333.335, 338.070, 338.1379, 338.1593, 338.1725,
338.1727, 348.420, 349.597, 349.775, 353.205, 353A.049,
353A.085, 353A.100, 353C.240, 360.240, 360.247, 360.255,
360.755, 361.044, 361.2242, 361.610, 365.138, 366.160, 368A.180,
370.257, 370.327, 372A.080, 378.290, 378.300, 379.0075, 379.008,
379.1495, 385A.830, 385B.100, 387.626, 387.631, 388.1455,
388.259, 388.501, 388.503, 388.513, 388.750, 388A.247, 388A.249,
391.033, 391.035, 391.0365, 391.120, 391.925, 392.029, 392.147,
392.264, 392.271, 392.315, 392.317, 392.325, 392.327, 392.335,
392.850, 393.045, 394.167, 394.16975, 394.1698, 394.447, 394.460,
394.465, 396.3295, 396.405, 396.525, 396.535, 396.9685,
398A.115, 408.3885, 408.3886, 408.3888, 408.5484, 412.153,
414.280, 416.070, 422.2749, 422.305, 422A.342, 422A.350,
425.400, 427A.1236, 427A.872, 432.028, 432.205, 432B.175,
432B.280, 432B.290, 432B.407, 432B.430, 432B.560, 432B.5902,
432C.140, 432C.150, 433.534, 433A.360, 437.145, 437.207,
439.4941, 439.840, 439.914, 439B.420, 439B.754, 439B.760,
440.170, 441A.195, 441A.220, 441A.230, 442.330, 442.395,
442.735, 442.774, 445A.665, 445B.570, 445B.7773, 447.345,
449.209, 449.245, 449.4315, 449A.112, 450.140, 450B.188,
453.164, 453.720, 453A.610, 453A.700, 458.055, 458.280, 459.050,
459.3866, 459.555, 459.7056, 459.846, 463.120, 463.15993,
463.240, 463.3403, 463.3407, 463.790, 467.1005, 480.535, 480.545,
480.935, 480.940, 481.063, 481.091, 481.093, 482.170, 482.5536,
483.340, 483.363, 483.575, 483.659, 483.800, 484A.469, 484E.070,
485.316, 501.344, 503.452, 522.040, 534A.031, 561.285, 571.160,
584.655, 587.877, 598.0964, 598.098, 598A.110, 599B.090,
603.070, 603A.210, 604A.303, 604A.710, 612.265, 616B.012,
616B.015, 616B.315, 616B.350, 618.341, 618.425, 622.238,
622.310, 623.131, 623A.137, 624.110, 624.265, 624.327, 625.425,
625A.185, 628.418, 628B.230, 628B.760, 629.047, 629.069,
630.133, 630.2673, 630.30665, 630.336, 630A.555, 631.368,
632.121, 632.125, 632.3415, 632.405, 633.283, 633.301, 633.4715,
633.524, 634.055, 634.214, 634A.185, 635.158, 636.107, 637.085,
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637B.288, 638.087, 638.089, 639.2485, 639.570, 640.075,
640A.220, 640B.730, 640C.580, 640C.600, 640C.620, 640C.745,
640C.760, 640D.190, 640E.340, 641.090, 641.221, 641.325,
641A.191, 641A.262, 641A.289, 641B.170, 641B.282, 641B.460,
641C.760, 641C.800, 642.524, 643.189, 644A.870, 645.180,
645.625, 645A.050, 645A.082, 645B.060, 645B.092, 645C.220,
645C.225, 645D.130, 645D.135, 645G.510, 645H.320, 645H.330,
647.0945, 647.0947, 648.033, 648.197, 649.065, 649.067, 652.228,
653.900, 654.110, 656.105, 657A.510, 661.115, 665.130, 665.133,
669.275, 669.285, 669A.310, 671.170, 673.450, 673.480, 675.380,
676A.340, 676A.370, 677.243, 678A.470, 678C.710, 678C.800,
679B.122, 679B.124, 679B.152, 679B.159, 679B.190, 679B.285,
679B.690, 680A.270, 681A.440, 681B.260, 681B.410, 681B.540,
683A.0873, 685A.077, 686A.289, 686B.170, 686C.306, 687A.110,
687A.115, 687C.010, 688C.230, 688C.480, 688C.490, 689A.696,
692A.117, 692C.190, 692C.3507, 692C.3536, 692C.3538,
692C.354, 692C.420, 693A.480, 693A.615, 696B.550, 696C.120,
703.196, 704B.325, 706.1725, 706A.230, 710.159, 711.600, and
sections 8 and 9 of this act, sections 35, 38 and 41 of chapter 478,
Statutes of Nevada 2011 and section 2 of chapter 391, Statutes of
Nevada 2013 and unless otherwise declared by law to be
confidential, all public books and public records of a governmental
entity must be open at all times during office hours to inspection by
any person, and may be fully copied or an abstract or memorandum
may be prepared from those public books and public records. Any
such copies, abstracts or memoranda may be used to supply the
general public with copies, abstracts or memoranda of the records or
may be used in any other way to the advantage of the governmental
entity or of the general public. This section does not supersede or in
any manner affect the federal laws governing copyrights or enlarge,
diminish or affect in any other manner the rights of a person in any
written book or record which is copyrighted pursuant to federal law.
2. A governmental entity may not reject a book or record
which is copyrighted solely because it is copyrighted.
3. A governmental entity that has legal custody or control of a
public book or record shall not deny a request made pursuant to
subsection 1 to inspect or copy or receive a copy of a public book or
record on the basis that the requested public book or record contains
information that is confidential if the governmental entity can
redact, delete, conceal or separate, including, without limitation,
electronically, the confidential information from the information
included in the public book or record that is not otherwise
confidential.
4. If requested, a governmental entity shall provide a copy of a
public record in an electronic format by means of an electronic
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medium. Nothing in this subsection requires a governmental entity
to provide a copy of a public record in an electronic format or by
means of an electronic medium if:
(a) The public record:
(1) Was not created or prepared in an electronic format; and
(2) Is not available in an electronic format; or
(b) Providing the public record in an electronic format or by
means of an electronic medium would:
(1) Give access to proprietary software; or
(2) Require the production of information that is confidential
and that cannot be redacted, deleted, concealed or separated from
information that is not otherwise confidential.
5. An officer, employee or agent of a governmental entity who
has legal custody or control of a public record:
(a) Shall not refuse to provide a copy of that public record in the
medium that is requested because the officer, employee or agent has
already prepared or would prefer to provide the copy in a different
medium.
(b) Except as otherwise provided in NRS 239.030, shall, upon
request, prepare the copy of the public record and shall not require
the person who has requested the copy to prepare the copy himself
or herself.
Sec. 14. The provisions of subsection 1 of NRS 218D.380 do
not apply to any provision of this act which adds or revises a
requirement to submit a report to the Legislature.
Sec. 15. The Department of Taxation shall develop and make
available on its Internet website the survey required by section 6 of
this act before October 1, 2021.
Sec. 16. 1. This section becomes effective upon passage and
approval.
2. Sections 1 to 15, inclusive, of this act become effective:
(a) Upon passage and approval for the purpose of adopting
regulations, developing the survey required by section 6 of this act
and performing any other preparatory administrative tasks that are
necessary to carry out the provisions of this act; and
(b) On July 1, 2021, for all other purposes.
H
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Appendix E. Inventory of Workforce Study Questions
1. Provide the name of the business or organization, mailing address and website.
2. Provide the name, phone number and email address for the person completing the survey for the business
or organization.
3. Businesses/organizations often operate in several different states. How many of your employees are
(Please enter as a whole number.)
a) Located in Nevada?
b) Women located in Nevada?
c) Women of color in Nevada?
4. Publicly traded companies use Boards to oversee their businesses. Are you a publicly traded company?
a) Yes
b) No
5. If you are a publicly traded company, how many people are
a) On the Board of Directors?
b) Women on the Board of Directors?
c) Women of color on the Board of Directors?
6. An executive position is defined as an executive that has attained a position of at least vice president,
senior vice-president, executive vice-president or the equivalent position. How many people are
a) Employed in executive positions?
b) Women employed in executive positions?
c) Women of color employed in executive positions?
7. A management position is defined as at least a manager or higher. How many people are
a) Employed in management positions?
b) Women employed in management positions?
c) Women of color employed in management positions?
8. Does your business or organization have employee development initiatives enacted for administrative or
skilled staff that provide pathways to career advancement?
a) None
b) Tuition reimbursement
i) Yes

ii) No
c) Professional development
i) Yes
ii) No
d) Paid conference attendance
i) Yes
ii) No
e) Business interest groups
i) Yes
ii) No
f) A public commitment for gender inclusion
i) Yes
ii) No
9. A formal salary equity study is also sometimes called a "pay equity analysis" or a "compensation equity
study." Has your business/organization undertaken a pay equity analysis?
a) Yes
b) No
10. If the answer to Question 9 is yes, were there any discernable pay differences?”
11. How many of the 20 highest paid individuals in your business or organization, as determined by salary,
bonuses, and other incentives such as stock options, are
a) Women?
b) Women of color?
12. Regarding your hiring practices, does your business or organization
a) Participate in diversity job fairs?
i) Yes
ii) No
b) Have a diverse hiring committee?

i) Yes
ii) No
c) Assess candidate skill sets without regard to gender?
i) Yes
ii) No
13. Regarding anti-harassment, which includes sexual harassment, does your business/organization
a) Have an existing anti-harassment policy?
i) Yes
ii) No
b) Currently offer formal anti-harassment training?
i) Yes
ii) No
14. Regarding cultural training, does your business or organization
a) Currently provide diversity and inclusion training?
i) Yes
ii) No
15. If the answer to question 14 is yes, does the cultural training provided include
a) Implicit Bias?
i) Yes
ii) No
b) Unconscious Bias?
i) Yes
ii) No
c) Microaggressions?
i) Yes
ii) No
d) Fostering an inclusive environment?

i) Yes
ii) No
e) Improving engagement?
i) Yes
ii) No
16. Regarding workplace policies and benefits, does your business or organization offer
a) Employer-paid family leave?
i) Yes
ii) No

1. How many weeks do you provide?

b) Variable work schedules for caregivers?
i) Yes
ii) No
c) Options to work from home?
i) Yes
ii) No
d) Childcare
i) On-site or co-located with the employee’s place of work
1. Yes
2. No
ii) Off-site
1. Yes
2. No
e) Employer paid childcare subsidies
i) Yes
ii) No

17. Are there any policies or benefits your business/organization is currently pursuing but has not yet
implemented?
a) Yes
i) List the policies you are pursuing but have not implemented.
ii) List the benefits you are pursuing but have not implemented.
b) No
18. With respect to healthcare benefits, does your business or organization's healthcare insurance policies
cover
a) Birth control?
i) Yes
ii) No
b) Maternity?
i) Yes
ii) No
c) In Vitro Fertilization?
i) Yes
ii) No
19. Regarding your business/organization's employee retention:
a) How many employees left your organization in 2021?
b) How many positions are currently vacant?
c) List the positions that are currently vacant.
20. Do you give permission to publicize your survey responses?
a) Yes
b) No
21. Please type your name and title below to acknowledge that you are authorized to complete this survey on
behalf of the business or organization.

Appendix F. An Innovative Approach to Understanding Employers’ Commitment to Diversity,
Equity, and Inclusion

Appendix G. Senate Bill No. 412 (2015) Senators Harris and Lipparelli

Senate Bill No. 412–Senators Harris and Lipparelli
CHAPTER..........
AN ACT relating to taxation; providing for a credit against taxes
imposed on certain employers if an employer matches the
contribution of an employee to certain college savings plans;
providing for the amount of such a credit; providing for the
credit to be applied after the year during which the credit was
earned in certain circumstances; and providing other matters
properly relating thereto.
Legislative Counsel’s Digest:
Existing law provides for college savings plans offered through the Nevada
Higher Education Prepaid Tuition Program and the Nevada College Savings
Program. Both programs allow persons to pay into investment funds offered by the
State, with money paid into the fund and any interest earned on that money
available for the costs of higher education. (Chapter 353B of NRS)
This bill provides a tax credit to certain employers who match a contribution of
an employee to one of the college savings plans. Sections 2 and 9 of this bill
authorize the tax credit for employers that are financial institutions and are liable
for a tax pursuant to chapter 363A of NRS, and sections 3 and 10 of this bill
authorize the tax credit for employers liable for a tax pursuant to chapter 363B of
NRS. The tax credit is in an amount equal to 25 percent of the matching
contribution, not to exceed $500 per contributing employee per year, and any
unused credits may be carried forward for 5 years.
EXPLANATION – Matter in bolded italics is new; matter between brackets [omitted material] is material to be omitted.

THE PEOPLE OF THE STATE OF NEVADA, REPRESENTED IN
SENATE AND ASSEMBLY, DO ENACT AS FOLLOWS:

Section 1. Chapter 360 of NRS is hereby amended by adding
thereto the provisions set forth as sections 2, 3 and 4 of this act.
Sec. 2. 1. An employer is entitled to a credit against the
excise tax imposed on the employer pursuant to NRS 363A.130 if
the employer makes a contribution to a savings trust account in
the Nevada College Savings Trust Fund created by NRS 353B.340
and the contribution matches a contribution made to the savings
trust account by an employee of the employer.
2. A credit described in subsection 1 must be in an amount
equal to 25 percent of the matching contribution but may not
exceed $500 per contributing employee per year.
3. A credit described in subsection 1 may not be applied
retroactively. If the amount of a credit exceeds the tax liability of
an employer for a year, the excess may be applied to the tax
liability of the employer for 5 years after the year in which the
matching contribution was made. A credit applied pursuant to this
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subsection must be applied during the earliest year for which the
employer has a tax liability. If credits for more than 1 year are
available to an employer pursuant to this subsection, the credit
from the earliest year must be applied first.
4. An employer claiming a credit pursuant to this section
shall maintain any record required by the Department regarding
the matching contribution for which the credit is claimed.
5. A contribution made by an employer as described in
subsection 1 is the property of the employee whose contribution is
being matched and may not be claimed in any manner by the
employer.
6. As used in this section, “employer” has the meaning
ascribed to it in NRS 363A.030.
Sec. 3. 1. An employer is entitled to a credit against the
excise tax imposed on the employer pursuant to NRS 363B.110 if
the employer makes a contribution to a savings trust account in
the Nevada College Savings Trust Fund created by NRS 353B.340
and the contribution matches that made to the savings trust
account by an employee of the employer.
2. A credit described in subsection 1 must be in an amount
equal to 25 percent of the matching contribution but may not
exceed $500 per contributing employee per year.
3. A credit described in subsection 1 may not be applied
retroactively. If the amount of a credit exceeds the tax liability of
an employer for a year, the excess may be applied to the tax
liability of the employer for 5 years after the year in which the
matching contribution was made. A credit applied pursuant to this
subsection must be applied during the earliest year for which the
employer has a tax liability. If credits for more than 1 year are
available to an employer pursuant to this subsection, the credit
from the earliest year must be applied first.
4. An employer claiming a credit pursuant to this section
shall maintain any record required by the Department regarding
the matching contribution for which the credit is claimed.
5. A contribution made by an employer as described in
subsection 1 is the property of the employee whose contribution is
being matched and may not be claimed in any manner by the
employer.
6. As used in this section, “employer” has the meaning
ascribed to it in NRS 363B.030.
Sec. 4. 1. The Department shall adopt regulations to
implement the provisions of sections 2 and 3 of this act.
2. The regulations adopted pursuant to this section:
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(a) Must include, without limitation, procedures for claiming a
credit provided for by section 2 and 3 of this act.
(b) Must not include any requirement that the Board of
Trustees of the College Savings Plans of Nevada created by NRS
353B.005 submit any reports to the Department regarding the
contributions described in sections 2 and 3 of this act.
3. Any regulations adopted pursuant to this section regarding
any deadline by which an employer, as that term is defined in NRS
363A.030 or 363B.030, must make a contribution in order to claim
a credit provided for by section 2 and 3 of this act must, to the
extent practicable, be consistent with any regulations adopted
pursuant to this title regarding any similar deadline by which such
an employer must make a contribution to a plan authorized by 26
U.S.C. § 401(k).
Sec. 5. NRS 353B.090 is hereby amended to read as follows:
353B.090 1. The Board shall develop the Nevada Higher
Education Prepaid Tuition Program for the prepayment of tuition at
a guaranteed rate which is established based on the annual actuarial
study required pursuant to NRS 353B.190 for undergraduate studies
at a university, state college or community college that is a member
of the System.
2. The Board shall adopt regulations for the implementation of
the Program, including, without limitation, regulations setting forth
requirements for [residency, a] :
(a) Residency;
(b) A limit on the number of qualified beneficiaries [, the] ;
(c) The termination, withdrawal and transfer of money paid into
the Trust Fund [, the] ;
(d) A payment received by the Trust Fund as a matching
contribution made as described in section 9 or 10 of this act to be
credited to the qualified beneficiary on whose behalf the matching
contribution was made;
(e) The time within which the money paid into the Trust Fund
must be used ; [,] and [payment]
(f) Payment schedules.
Sec. 6. NRS 353B.140 is hereby amended to read as follows:
353B.140 1. The Nevada Higher Education Prepaid Tuition
Trust Fund is hereby created within the State Treasury to allow the
cost of tuition to be paid in advance of enrollment at an institution of
higher education.
2. The Trust Fund consists of payments received pursuant to:
(a) A prepaid tuition contract;
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(b) A bequest, endowment or grant from the Federal
Government; [or]
(c) A matching contribution made as described in section 9 or
10 of this act; or
(d) Any other public or private source of money.
3. Money in the Trust Fund that is not expended during any
biennium does not revert to the State General Fund at any time.
Sec. 7. NRS 353B.310 is hereby amended to read as follows:
353B.310 1. The State Treasurer shall adopt regulations to
establish and carry out the Nevada College Savings Program, which
must comply with the requirements of a qualified state tuition
program pursuant to 26 U.S.C. § 529.
2. The regulations must be consistent with the provisions of the
Internal Revenue Code set forth in Title 26 of the United States
Code, and the regulations adopted pursuant thereto, to ensure that
the Nevada College Savings Program meets all criteria for federal
tax-deferred or tax-exempt benefits, or both.
3. The regulations must provide for the use of savings trust
agreements and savings trust accounts to apply distributions toward
qualified higher education expenses at eligible educational
institutions in accordance with 26 U.S.C. § 529.
4. The regulations must set forth requirements for a payment
received by the Trust Fund as a matching contribution made as
described in section 2 or 3 of this act to be credited to the savings
trust account to which the contribution was made.
5. The regulations may include any other provisions not
inconsistent with federal law that the State Treasurer determines are
necessary for the efficient and effective administration of the
Nevada College Savings Program and the Trust Fund.
Sec. 8. NRS 353B.340 is hereby amended to read as follows:
353B.340 1. The Nevada College Savings Trust Fund is
hereby created.
2. The Trust Fund is an instrumentality of this state, and its
property and income are exempt from all taxation by this state and
any political subdivision thereof.
3. The Trust Fund consists of:
(a) All money deposited in accordance with savings trust
agreements; [and]
(b) All money received as a matching contribution made as
described in section 2 or 3 of this act; and
(c) All earnings on the money in the Trust Fund.
4. Money in the Trust Fund:
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(a) Is not the property of this state, and this state has no claim to
or interest in such money; and
(b) Must not be commingled with money of this state.
5. A savings trust agreement or any other contract entered into
by or on behalf of the Trust Fund does not constitute a debt or
obligation of this state, and no account owner is entitled to any
money in the Trust Fund except for that money on deposit in or
accrued to his or her account.
6. The money in the Trust Fund must be preserved, invested
and expended solely pursuant to and for the purposes authorized by
NRS 353B.300 to 353B.370, inclusive, and must not be loaned or
otherwise transferred or used by this state for any other purpose.
Sec. 9. Section 2 of this act is hereby amended to read as
follows:
Sec. 2. 1. An employer is entitled to a credit against
the excise tax imposed on the employer pursuant to NRS
363A.130 if [the] :
(a) The employer makes a contribution to the Nevada
Higher Education Prepaid Trust Fund created by NRS
353B.140 on behalf of a qualified beneficiary on whose
behalf a prepaid tuition contract is drawn pursuant to NRS
353B.100 and the contribution matches a contribution made
on behalf of the qualified beneficiary by an employee of the
employer; or
(b) The employer makes a contribution to a savings trust
account in the Nevada College Savings Trust Fund created by
NRS 353B.340 and the contribution matches a contribution
made to the savings trust account by an employee of the
employer.
2. A credit described in subsection 1 must be in an
amount equal to 25 percent of the matching contribution but
may not exceed $500 per contributing employee per year.
3. A credit described in subsection 1 may not be applied
retroactively. If the amount of a credit exceeds the tax
liability of an employer for a year, the excess may be applied
to the tax liability of the employer for 5 years after the year in
which the matching contribution was made. A credit applied
pursuant to this subsection must be applied during the earliest
year for which the employer has a tax liability. If credits for
more than 1 year are available to an employer pursuant to this
subsection, the credit from the earliest year must be applied
first.
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4. An employer claiming a credit pursuant to this section
shall maintain any record required by the Department
regarding the matching contribution for which the credit is
claimed.
5. A contribution made by an employer as described in
subsection 1 is the property of the employee whose
contribution is being matched and may not be claimed in any
manner by the employer.
6. As used in this section [, “employer”] :
(a) “Employer” has the meaning ascribed to it in
NRS 363A.030.
(b) “Prepaid tuition contract” has the meaning ascribed
to it in NRS 353B.030.
(c) “Qualified beneficiary” has the meaning ascribed to
it in NRS 353B.050.
Sec. 10. Section 3 of this act is hereby amended to read as
follows:
Sec. 3. 1. An employer is entitled to a credit against
the excise tax imposed on the employer pursuant to NRS
363B.110 if [the] :
(a) The employer makes a contribution to the Nevada
Higher Education Prepaid Trust Fund created by NRS
353B.140 on behalf of a qualified beneficiary on whose
behalf a prepaid tuition contract is drawn pursuant to NRS
353B.100 and the contribution matches that made on behalf
of the qualified beneficiary by an employee of the employer;
or
(b) The employer makes a contribution to a savings trust
account in the Nevada College Savings Trust Fund created by
NRS 353B.340 and the contribution matches that made to the
savings trust account by an employee of the employer.
2. A credit described in subsection 1 must be in an
amount equal to 25 percent of the matching contribution but
may not exceed $500 per contributing employee per year.
3. A credit described in subsection 1 may not be applied
retroactively. If the amount of a credit exceeds the tax
liability of an employer for a year, the excess may be applied
to the tax liability of the employer for 5 years after the year in
which the matching contribution was made. A credit applied
pursuant to this subsection must be applied during the earliest
year for which the employer has a tax liability. If credits for
more than 1 year are available to an employer pursuant to this
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subsection, the credit from the earliest year must be applied
first.
4. An employer claiming a credit pursuant to this section
shall maintain any record required by the Department
regarding the matching contribution for which the credit is
claimed.
5. A contribution made by an employer as described in
subsection 1 is the property of the employee whose
contribution is being matched and may not be claimed in any
manner by the employer.
6. As used in this section [, “employer”] :
(a) “Employer” has the meaning ascribed to it in
NRS 363B.030.
(b) “Prepaid tuition contract” has the meaning ascribed
to it in NRS 353B.030.
(c) “Qualified beneficiary” has the meaning ascribed to
it in NRS 353B.050.
Sec. 11. 1. This section and sections 1 to 4, inclusive, of this
act become effective:
(a) Upon passage and approval for the purposes of adopting
regulations and performing any other preparatory administrative
tasks that are necessary to carry out the provisions of this act; and
(b) On January 1, 2016, for all other purposes.
2. Sections 5, 6, 9 and 10 of this act become effective:
(a) Upon passage and approval for the purposes of adopting
regulations and performing any other preparatory administrative
tasks that are necessary to carry out the provisions of this act; and
(b) On July 1, 2016, for all other purposes.
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